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Introduction
In the Western countries, manpower planning and development as a human resource management (HRM) practice has witnessed a paradigm shift from a micro-analytical approach to macro-strategic approach but in a developing country like Nigeria, micro level perspective is yet to be fully explored and analyzed. Beside the traditional personnel functions, HRM has recognized new roles in terms of employee champion, change agent and strategic partner (Ulrich, 2007) .
The importance of obtaining manpower data and assessing the reliability of such data has become a salient issue to both practitioners and researchers. The question of how HRM policies and practices are linked to employee and organizational performance has been a subject of great interest to academics, practitioners and consultants (Wright, McMahan, McCormick & Sherman, 1999) .
Manpower planning and development as a function of management is highly indispensable in the achievement of organizational objectives. There is need to plan for the various resources such as human, material and time, etc, in order to achieve stated objectives. It should be noted that it is the function of the personnel to combine the various resources in an appropriate manner in order to actualize the objectives of the organization. In this globalized era, there are increasing claims that the route to competitive advantage is achieved through people. In a situation where identical nonpeople resources in the form of finance, raw materials, plants, technology, hardware and software are made available to competing organizations, the differences in economic performance between organizations can be attributed to differences in the performance of the organizations workforce. In other words, the calibre of the human resources in an organization determine the success or failure of an organization, hence, justify the rationale to plan for, and develop the personnel in various units of the organization in order to achieve the stated goals.
According to Ake (2001) , the development of indigenous manpower to serve as the propelling force for national growth and development is no doubt a key to Nigeria's socio-economic and political development. This is quite indispensable considering the argument of the concept of transfer of technology as a propelling force for the development of the developing countries of which Nigeria is one (Ake 2001). However, it is important to state that the lack of adequate emphasis on manpower planning and development as a tool for development in Nigeria on the part of government as well as 78 Africa's Public Service Delivery & Performance Review the organized private sector could not be far-fetched from the lack of understanding of both the concept and methods for manpower planning and development in a postcolonial Nigerian State in which the process of manpower planning and development for national growth was distorted by colonialism with it attendant negative orientation that was injected into political leadership (Ekpo 2009). Thus, manpower planning and development became an elitist design that was geared to favour capitalist mode of production in which labour was relegated to the background among the factors of production (Omodia, 2009:113) .
Basically, manpower planning and development involves applying the planning process to human resources in the organization. The need to invest massively in manpower planning and development in recent time cannot be over emphasized if the achievement of organizational objectives is to be realized. No wonder, Armstrong (2010) argues that the role of human resource planning and development in the achievement of organizational objectives is an art and science in its own right.
With the influx of multinational companies into the country, particularly under the umbrella of neo-liberal market reform, Nigeria has witnessed an inspiring mix of domestic and foreign companies. The growing competition in a large market with an estimated population of 167 million (NPC, 2013) has made both domestic and foreign companies intensely productive sensible. This, in turn, has generated a strong interest and enthusiasm among organizations, particularly in the public sector, to vigorously search for the best management practices in all fields of HRM to improve their overall performance. Thus, Lagos State civil service offers an appropriate framework to examine how a basic HR practice such as manpower and development, that has received considerable attention in Western countries could serve as a useful HR planning tool, will affect organization performance in a developing country like Nigeria.
It may be asked why manpower planning and development deserves special attention instead of emphasizing the conventional and popularly known pathologies of the The main objective of this study is to examine the effect of manpower planning and development in the Lagos state civil service performance. The specific objectives include:
1) To examine the nature of manpower planning and development curriculum in the Lagos state civil service as regards organizational performance.
2) To examine the effect of manpower planning and development in the attainment of Lagos state objective.
3) To identify the challenges facing manpower planning and development in the Lagos state civil service and proffer solutions.
To investigate effects of manpower planning and development in the Lagos state civil service in this study, the following research questions will serve as a guide. 
Conceptual Discourse
Some concepts in social and management sciences do not easily lend themselves to universally agreed definitions. This makes every definition perhaps only relevant within the parameters set for a given investigation. This is the intent of Babbie & Mouton (2001) methodological research diction that "we specify why we use particular terms for the purpose of facilitating their contextual discourse and comprehension."
The conceptual framework of this paper is geared towards having a proper understanding of the concept of manpower planning and development and how it relates to the concept development of manpower. Although both concepts could be used interchangeably, it is important to accentuate that the concept of manpower planning evokes several meanings and studies elaborating different dimension of it abound. Ibijofo in (Obojo, 2012) conceived manpower planning as "the process by which an organization ensures that it has the right number of people and the right kind of people at the right place and the right time, doing things for which they are economically most useful." The concept of manpower development could be defined as "the existence of unskilled and/or skilled humans that need training or re-training to perform specific task in society" (Ekpo, 2009) . Thus, manpower development could be seen as organizational specific. This is because it is largely a function of organizational manpower or job specification. That is, it could be viewed as the adaptation of the human resources available in the country to the needs, objectives and orientation of a given organization.
Conversely, the concept development of manpower could be viewed as a concept which is generic because of its focus on turning out human resource that is needed for the development of the State (Drucker, 1999) . As a result, development of manpower views man as the most important asset in the society (Chalofsky & Reinhart, 2008;  82 Africa's Public Service Delivery & Performance Review Muchinsky, 2000; Drucker, 1999; Ekpo, 1989) . A typical example of the manifestation of this concept could be viewed from the perspective of the Nigerian educational system which is anchored on the 6-3-3-4 system which sought to address the manpower needs of the country through mechanisms geared towards developing manpower that would boost the nation's socio-economic and technological advancement (FGN, 1998) .
However, as earlier stated, both concepts could be used interchangeably in that they are both encompassing of each other. For instance, the 6-3-3-4 educational policy in Nigeria which was classified as most compatible is a typical example of the 'concept development of manpower' in the sense that the mechanism involves turning out human resources that would serve as inputs to industries. It is also imperative to emphasize that unbundling the system into parts, indicate that the parts 6, 3, 3, and 4 could be viewed as 'manpower development' because it involve the process of training manpower for meeting specific sectoral needs (Omodia, 2009 Civil service as an organization is the centre of Public Administration structure. It is the major instrument through which government; be it federal, state or local manage development (Olu-Adeyemi, 2009:390) . It should be noted however that the effect of public service bind on all the entire citizenry, as they render direct service to all and sundry, as opposed to the private sector that render services to only a few individual.
Civil service performance simply is the extent to which an individual, unit or department carryout task assigned to him or it. It is also a means by which an organization evaluate an individual employee or unit input and out level especially in the area of attaining set goals or task assigned to him or it. In the view of Byars & Rue (2006) performance is the degree to which an employee accomplished the tasks that made his or her job. However, the researchers' working definition for purpose of this
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Theoretical Underpinning
In social and management sciences, no one theoretical approach can adequately explain a social phenomenon. Nonetheless, we need a platform on which to investigate our subject of analysis. For this purpose and bearing in mind the constraints before us, we find New Public Management (NPM) theory relevant to anchor our discourse in this study. NPM was formally conceptualized by Hood (1991) . New Public Management points to the failures and inadequacies of public sector performance over time and the problems lying squarely in the nature and processes of public sector activity and traditional public administration. As a new paradigm in public administration, New Public Management theory is the transition from old traditional public administration theories to an arrangement that is workable, practicable and result oriented. It places emphasis on efficiency, effectiveness, corporate governance, technological innovation and democratization. New Public Management theory is a relentless effort in the direction of greater cost reduction, transparency and accountability in resource allocation and performance management through the quality of service (Pollit, 1996) .
New Public management theory therefore, captures the basis of institutional and organization restructuring as an attempt to raise its performance by improving the quality of service delivery. It is result focused rather than the process of result. Public management theory came up with different concepts for performance and principles to achieve it (Hood, 1991) . Consequently, Hood identified the principles as 'accountability and efficiency; reduction of public sector expenditure; improvement in resource use through labour discipline; flexibility in decision making; competition in the public sector through decentralization and emphasis on result and not procedure.
The main thrust of New Public Management theory is not with what to do but how
to do it better. The basic hypothesis hold that market oriented management of the public sector will lead to greater cost-efficiency and effectiveness for governments without having negative side-effects on other objectives and considerations.
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However, all theories are born refuted, New Public Management theory not an exception. The exponents fail to recognize that the ecology of public administration varies and that culture of any given society can hinder or accelerate its growth and development. For example, in Nigeria, because government is the largest employer of labour, even where and when there is no need for recruitment, government could embark on recruitment just to score cheap political support.
Despite the pit falls of NPM, the summary of the various views taken together, isolate
New Public Management (NPM) theory as relevant and applicable in analyzing the subject matter of manpower planning and development because whenever issues of public sector efficiency and effectiveness is mentioned in contemporary times, NPM theory comes to mind. Thus, the elements of manpower planning and development based on this theory enable us have the bases for accessing the Lagos State Civil Service as regards manpower planning and development practices in the civil service.
The theory as relating to manpower planning and development also enables us direct our search light for possible causes of poor performance and low productivity in the Nigerian public sector. This theory is relevant and applicable to the study based on the fact that the input (quantity and quality of applicants) determines the output (performance). Efforts at conceptualizing the various steps help us have an insight into the effect of human resources management practices in an organization and its positive implication on organizational efficiency and employee performance which is the central theme of this study.
The Interface between Manpower Planning and Development
The nexus between manpower planning and development cannot be overemphasized.
Economically, the relevance of manpower planning and development in Nigeria could be situated vis-à-vis economic development. This is because manpower planning and development captures the actual meaning of development, in that, it is people cantered or oriented (World Bank 2009; Grawboski & Shields 2006) . Indeed, the Gross National Development (GND) and the Gross Domestic Product (GDP) of a nation are also a function of the available manpower to man the economic development of such a nation.
Any effort at improving the quality and growth of human resources can be seen as a means of sustainable development (Armstrong, 2010 Bearing in mind that organization is not the building or equipment, it is the personnel that make up the organization, therefore, there is need to plan for, and develop the right quality and quantity of personnel that will take an organization to its peak. In essence, there is need to plan for and develop effective and efficient personnel that will handle both operating and managerial functions to achieve the objectives of the organization effectively and economically. Yet, for any organization to achieve a reasonable degree of success, it must not be plagued with excess or inadequate manpower. Here lies the importance of manpower planning. Excess or stock-pile employees can pose a serious problem for organizations. For instance, it can become a serious drain on profit.
In addition, manpower planning and development involves capacity building as well as harnessing a nation's or state's human capital which constitutes a sine-qua-non for national development. The umbilical relationship between manpower planning and development is clear. The former forecast demand for, and analyzes the supply of the right skills, professions, qualities, quantities and effectiveness while the later draws on these projections in estimating training and development needs of manpower for approved programmes. One major point that comes out forcefully from this nexus is that, it is through manpower planning that personnel management functions are actualized. For example, training and development programmes cannot be positively and successfully undertaken if the manpower forecasts are faulty or deficient.
Yet, the interface between manpower planning and development can manifest in political stability in the country or state. Arguably, a country that fails to adequately develop and harness her manpower would be doing so at the expense of her socioeconomic and political stability. It is along this line of thought that Omodia (2004) stressed the dysfunctional use of the nation's human resource among the youths in propelling political instability. According to Omodia (2004): There has been a situation in which the Nigerian youth especially, those of poor family background were used as tools for disrupting the political democratic system through rigging, thugery and ethnic conflicts. These factors of rigging, thugery in addition to economic mismanagement, Ebegbuna (1992) admonished that it will be a fruitless effort and exercise designing a project that will require a given number of experts without the prospects of having the required manpower in the right numbers at the right time.
Besides, a lot of data required for forecasting accurate training and development are generated through the Personnel Information System (PIS) because according to Ebegbuna (1992) , personnel department is the midwife and mother figure of any organization. Through manpower planning, organizations ensure that the right calibre of persons are attracted, and these it nurtures to maturity through manpower planning, training and development.
Yet, the interface between manpower planning and development can be viewed and analyzed from many angles. For instance, the higher the quality of manpower in a country, the greater the advantage the country has over socio-economic and technological development. According to Ogunniyi (1992:123) , the Cold War between the US and the former USSR is pure and simple, a display of qualitative manpower by both countries, each demonstrating her superiority in advancing technological and scientific pre-eminence to space and nuclear rivalry. A nation or state with inadequate manpower plan and development strategy will remain a poor and underdeveloped country or society so long as it remains a nation of illiterates and intellectual dwarfs; that is people with no saleable skills and competence to explore and exploit the untapped natural resources at her disposal. 
Steps in Short and Long Term Manpower Planning in Organizations
Planning can either be short term or long term, based on the objectives of the (organization) planners. Boxall & Purcell (2003) argue that it is vital to accept that change is inevitable and that some preparation for the future is therefore crucial. They further suggest that short-term planning is necessary for survival but long-term planning is a good thing in as much as it does not make the organization inflexible. Schular (1998) makes a similar point suggesting that planning will become more tentative and short term to deal with the rapidly changing environment but long-term needs are still important because some changes take place.
Short term manpower planning is the process of planning for human resources or personnel requirement in an organization within a period less than two (2) years. It is the requirements for specific skills or positions, which need to be filled in the context of existing plan; the period of such planning and execution according Cole (2002) ranges from one month to 18 months. Long term manpower planning involves planning for human resources requirement in an organization that involves more than 3 years. Alongterm view of manpower planning is essential for ensuring that the organization is supplied with skills which take time to be developed in most professional jobs, for example, require a training period of 3 to 5years before the trainee can claim even the basic competencies of the profession. If an organization, decides to develop its own staff, it needs to look ahead for at least 5years from the time the first recruit was appointed. If the organization decides it will not train its own specialist but buy them from the labour market place, then it has to be reasonably assured of the availability of trained people in the labour market at the time they will be required. There are five major steps in both short and long term manpower planning which can be seen as follows:
Step I Step II
Assessment of manpower requirement and demands:
This involves the determination of the types of skills required in each department, section or unit of the organization after which comes recruitment of the right quality and quantity of workforce for the organization. In short term planning, management must consider how to recruit various candidates that will pass through the process of selection in order to match employees' with the current available jobs.
Step III Step IV Step V Step VI 
Methods of Manpower Training and Development in Organizations
The tools and methods for manpower development in organizations differs, and it is largely determined by the objectives of organizations, the idiosyncrasy of management staff or the chief executive, the organizational policy, as well as the organizational environment to mention a few. Thus, it is a common feature to see methods for manpower development varying from one organization to the other, just as a given organization can be tailored at adopting different methods at different times or a combination of techniques at the same time. However, three basic techniques of manpower training and development have been identified. They include: 
Methodology
In order to investigate manpower planning and development in Lagos state civil service, this study employed the descriptive survey method, with the researchers setting out to illustrate the association that exists among the dependent and independent variables.
The researchers' main goal in a descriptive study is to describe accurately the relationship between two phenomena (manpower planning and development as regards organizational performance). This method is useful because the study is interested in finding the nature and to obtain an understanding of the issue under investigation. The study relied heavily on primary and secondary data. To supplement the data from primary source, secondary materials were sourced from academic literature on the subject matter. In this regard, questionnaire were used as instrument for collecting primary data, closed ended questionnaires to be precise, where questions were structured in line with the research questions and hypotheses using Liker three point rating scale questionnaire: Agree; Undecided; and Disagree.
The population was constituted of the officials from all 53 ministries, extra-ministerial departments, agencies and commissions (MDAs) in Lagos state with an estimated 119, 347 staff strength. However, since the study cannot cover the entire population within limit, the researchers had to select three ministries with total staff strength of 1,864 through the principle of randomization to constitute the study population. The ratio 1:7 was used to reduce the ministries to three and the decision to limit the study to three ministries was based on the need to have a manageable sample. This is in line with the law of small and large numbers as noted by Best & Khan (2006) , a sample equal or above 10 percent is valid to generalize results for the whole population. Thus, it was deemed a representative sample with regards to the research purpose and considering the fact that the problem under investigation appears or manifests the same way in all the ministries. Therefore, the findings can be used to make inferential judgment on the entire civil service.
Given the population of about 1,864 civil servants from the three ministries chosen for this study, the sample size using Taro Yamane's (1967) formula for sample size determination was used. Thus, the formula is given as:
Where n = sample size N = Population of the study 94 Africa's Public Service Delivery & Performance Review e = Sampling error (in this case 5percent) The sample size is therefore n = 329
Having determined the sample size, the researchers proceeded by sharing the obtained data between the selected ministries. Based on this, the Rangan Kamaisan proportional allocation or distribution method was adopted to allocate the questionnaires to the ministries. This was to ensure that none of the surveyed ministries is cheated. The formula is given thus: 
Data Analysis
This section is divided, i.e., the socio-demographical data of the respondents and the research questions based on the research objective totalling thirteen (13) or 20.7 percent had served for between 21 years and above. This shows that majority of the surveyed workforce has put in between 5-20 years of service, the implication is that majority of them still have more years before retiring because of the present policy which sets retirement age for civil servants at 35 years of service or 60 years of chronological age whichever comes first. The essence of securing information on the respondents' length of service was to be sure that they relatively have undergone one form of training and development and understood what the survey was about and thereby, to some extent, be able to contribute to the issues under investigation.
Bar Chart 2: Respondents' Official Status

Source: Field Survey May, 2015
The above bar chart 2 on official status of respondents indicates that 164 or 54.7 percent were junior staff while 136 or 45.3 percent were senior staff. This shows that all categories of staff were captured by the survey. However, junior staff were more than the senior staff in the polled respondents. The merit of the application of this survey instrument is that, the spread of the questionnaire across the identified official status 
Bar Chart 3: Respondents' opinion on whether there is need for manpower planning and development in an organization
Source: Field Survey May, 2015
The study posed this question in recognition of the fact that one major challenge to manpower planning is disagreement among management team as whether to adopt manpower planning or not. The above bar chart shows that 300 or 100.0 percent of the respondents agreed that there is need for manpower planning and development in an organization. Thus, with the preponderance of 300 or 100.0 percent who agreed, we can therefore conclude that respondents were aware of the imperatives of manpower planning and development in an organization. 
Decision
From the above hypothesis tested, this shows that there is strong positive relationship between the nature of manpower planning and development curriculum in Lagos state civil service performance. 
Hypothesis Two
Decision
From the above hypothesis tested, this shows that there is strong positive relationship between the manpower planning and development in the Lagos state civil service and the attainment of Lagos state objective.
Discussion of Findings
In view of research questions and the subsequent testing of the two stated hypotheses, the study has revealed that the respondents were all aware of the importance of manpower planning and development in an organization. This is supported by Oguniyi nature. The study also shows that 0.8427 tend to agree that there is strong positive degree of association between manpower planning and development curriculum in the Lagos state civil service which has become indispensability and capable of producing an effective workforce in the state.
The following deductions can be made with regard to the effect of manpower planning and development on organizational performance in Lagos State civil service.
The study established that overwhelming majority 87.0 percent were of the opinion that manpower planning and development enhances organizational efficiency and effectiveness. This is in line with the findings of Subraanian, Shamsudin & Ibrahim (2011) that manpower planning and development could influence organizational performance because employees skills, knowledge and abilities can be enhanced and be up to date. 
Recommendations
Relative to the findings of this study, the following is recommended: Lagos state civil service should improve on the current manpower planning strategy and continue to update its manpower development curriculum in line with the global best practices.
To achieve better performance, employees' commitment and attitude to work, Lagos state civil service should imbibe the prescripts of NPM that goals and targets should be defined and measurable as indicators of organizational performance. Yet, manpower planning and development curriculum should be based on organizational needs while officers selected for training and development should be based on merit and training and development needs.
Given the pivotal role that technology plays in the 21 st century, the civil service should avail itself of the windows of opportunities that information technology provides in its drive to further enhance employees' skills, knowledge and abilities that will invariably improve organizational performance.
Government at all levels should ensure that there is a bearing between manpower planning and development with national/state objectives and policy because this is the only way government could have a poll of competent employees' to drive and implement its developmental policies and programmes.
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Conclusion
With New Public Management theory underlying the foundation for this study, it is posited that for government to operate the most efficient and effective administrative organization that would be beneficial to all, her manpower planning and manpower development curriculum should be meticulously designed and implemented. It should also be capable of adhering to manpower planning and development policies and programmes as this would in turn help government to achieve the goals of governance and administration. It was concluded from the findings of this study that Lagos State civil service manpower planning and development is averagely good and its training and development curriculum is capable of producing an efficient workforce and, in turn, have a positive implication for Lagos State civil service performance.
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